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Abstract 
As the feminization of the workplace accelerated in terms of the changing nature of work, this new reality brought the 
issues of working women along. Nevertheless, the organizations realized the importance of being woman-friendly in 
order to reduce their talented women to opt out due to sex- discrimination, lack of training and development 
opportunities, positive equal opportunities measures, maternity and paternity benefits, family-friendliness or flexitime 
work arrangements. However, most of the studies assume that working women are homogenous in their desires and 
needs about the organizational support. In this study, the woman-friendliness indices are divided into two categorizes 
namely work-oriented and family-oriented in order to investigate if the demographic variables like marital status, 
number of elderly dependants, managerial level, age or number of children have an effect on the women employees’ 
perception of these categorizes on woman-friendly HRM. Woman-friendliness is a brand new concept for Turkey and 
there has not been any comprehensive investigation about this issue yet. According to results of the survey, which has 
been done in the banking industry, significant relationships between demographic variables and the perception of 
woman-friendliness have been discovered. 
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1. Introduction 
As the workforce becomes more diverse, women as an important part of today’s organizations take 
their place in the new world of work. Recently arguments have appeared in both business publications 
and academic journals that suggest a feminization is occurring in the workplace. Feminization is used 
generally to refer to the rising rate of female participation in the paid labour force and its effect on 
occupational sex composition and to the women’s entry into customarily male fields, such as law, 
business, and medicine [1]. All that changes brought the issues of working women to the workplace much 
more than before. Organizations recognize that women opts out of the workforce because of sex 
discrimination, poor mentor practices, unequal pay, family issues, household requirements, holding a few 
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proportion of  middle, upper managerial grades or no reduced or part-time working options. Because of 
that reasons when the organizations become more sensitive for being woman-friendly; they don’t lose 
their talented-qualified workforce. This study investigates why the organizations need to become woman-
friendly and how are the different perceptions of women about work-oriented and family oriented 
dimensions in terms of marital status, age, the number of elderly dependants or children that should be 
taken care of.  
Firstly, literature is reviewed. The woman-friendliness indices are divided into two categorizes namely 
work and family oriented adopted from the study of Catherine W. Ng and Warren C. K. Chiu [2] is used. 
Research model is constructed in the light of the literature and on the hypothesis of “There is a significant 
relationship between demographic variables and women employees’ perception about their companies on 
work-oriented and family-oriented HRM”. Lastly, research results and findings are given and discussed. 
Suggestions are given in order to advice organizations about how and why to become more woman-
friendly. 
2. Literature Review and Hypotheses Development 
The According to the literature survey, a woman friendly organization is a one that ‘'provides women 
the opportunity to integrate personal, work, and marital and family roles successfully' [3]. Studies of 
women's work lives have revealed that they face barriers in entering the work force [4] including gender 
stereotypes [5,6], negative attitudes toward women [7, 8], work-family stress [9], discriminatory human 
resource management policies and practices [10], being in the minority, subject to tokenism pressures 
[11] and patriarchal oppression [12].  
Cooper & Davidson [13] reported that women in managerial positions faced stress—from both the 
work and the home/social environments—that was not experienced by their male counterparts.  
Another classic study was conducted by Marshall [14]. She set out to explore how women's work lives 
differed from that of their male counterparts, and found that her participants (female managers) felt that 
they were 'travellers in a male world'. They wanted to lead a 'balanced life', to have it all, yet felt unable 
to because they were ‘very often very tired’.  
More recently, Collinson et al. [10] examined why sex segregation prevailed in the insurance industry 
despite the fact that it was predominantly mental rather than manual work.  
Although all three studies are quite comprehensive in their recommendations of women-friendly 
organizational policies and practices, each has some that others do not [15]. One of the most 
comprehensive lists can be found in The Best Companies for Women, which judges an organization's 
degree of women-friendliness according to a long list of criteria [16].  
Mckeen and Burke [17] searched if women agree on important initiatives, levels of work satisfaction 
and emotional wellbeing related to these rankings and what some of the individual and situational 
correlates of the rankings of particular initiatives. Managerial women with family responsibilities 
(married, children present, more children present, more hours spent on second shift work [18], previous 
breaks in employment, longer breaks in previous employment) wanted organizational initiatives 
characterized by greater work flexibility and greater support. Other women (single, childless, fewer 
breaks, not on the mommy track) were interested in developmental opportunities characterized by greater 
challenge (visibility, skill development) and training. One unexpected finding was that younger women 
were more interested in family-friendly policies and time off work than older women. Interestingly, 
negative work outcomes and feelings (low job and career satisfaction, intention to quit) were related to 
levels of importance of career development initiatives. Women with more negative work feelings were 
more interested in such initiatives. These findings support the thought that the working women are not 
homogeneous [17].  
Chiu and Ng [19] have surveyed to gauge the organizations in Hong Kong how women-friendly they 
were and their human resource managers viewed the effect of women-friendly HRM policies and 
practices on employees’ quality of work life. It was found that only half of the policies of women-
friendliness were practised less than 10 percent of the organizations.  
Chiu and Ng’s [15] following study intended to ascertain if organizations that are more women-
friendly have more committed employees, working men and women in the territory were surveyed. 
Controlling for 'national origin of organization', the research results indicate that family- and work related 
factors impact on both women's and men's organizational commitment.  
Chiu and Ng [2] divided the woman-friendliness criteria list into two groups namely work-oriented and 
family-oriented in order to investigate if the two types of organizational support are equally important to 
single working women who do not have children. It was found that work oriented policies had a positive 
impact on single female employees' level of affective commitment and altruistic behaviours. In contrast, 
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family-oriented policies were positively related to continuance commitment. Neither of the two sets of 
policies had any effect on compliant behaviours.  
In the light of related literature that is explained above; the main hypothesis of this study constructed: 
“There is a significant relationship between demographic variables and women’s perceptions about their 
companies on work-oriented and family-oriented woman-friendly HRM.” 
 
Figure 1. 
 
 
 
 
 
 
 
 
Demographic Characteristics 
of Women Employees 
The Women Friendly Human 
Resources Management 
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3. Research Design 
3.1. Data Collection and Demographic Distribution of the Sample 
In concordance with the aim of the study, the participants were women, only. 400 questionnaires were 
sent via e-mail to the women working in 9 different banks (private sector) from 80 different branches. 
Over a span of two weeks, questionnaires were distributed to them. A total number of 260 of the surveys 
returned back in valid. The respondents’ participation was voluntary and they were selected randomly. 
3.2. Measures     
Data were collected through the questionnaire which contains two parts; the first part is asking 
demographic properties of employees and prepared by the researchers, The second part of the 
questionnaire consisted of “Women-Friendliness Indices” and it was adopted from Catherine W. Ng and 
Warren C.K.‘s “The Differential Effects of work and family oriented women-friendly Human Resource 
Management on Organizational Commitment and Organizational Citizenship Behavior: the case for 
single female employees in Hong Kong” study. In order to translate the questionnaire into Turkish and 
ensure the reliability and validity of the questionnaire in Turkish, 7 people (advance in English) translated 
it into Turkish. Then, another 7 people translated the questionnaire which was translated to Turkish into 
English again. Finally, the common perceptions about the statements were chosen in order to construct 
the Turkish version of the questionnaire. This part of the questionnaire consisted of twenty Women 
Family (WF) policies that covered areas such as Equal Employment Opportunity practices on 
recruitment, training, career development, promotion, remuneration and benefits. Nine of the twenty 
items are family-oriented (FO) policies that aim to ameliorate stress caused by work-family conflicts, 
while eleven items are work-oriented (WO) policies that aim to, first, enhance career opportunities for 
women employees, and second, to eradicate sex discrimination from the workplace. The respondents 
were requested to go through the policies and indicate which were the ones their organizations practicing. 
Women- Friendly Dimensions (WFD) generally formed in two composite indices: one measuring how 
women-friendly the organization was with respect to WO WFD’s, and the other, with respect to FO 
WFD’s. WO WFD’s are divided into 4 main categorizes which are “Formalize HRM”, “Anti- sex 
Discrimination Policies”, “Training and Development Opportunities and “Positive Equal Opportunities 
Measures”. On the other hand FO WFD’s are divided into 3 main groups which are “Maternity and 
Paternity Benefits”, “Family-Friendliness” and “Flextime Work Arrangements”. The indices were ratios 
between ‘0’ and ‘1’.The higher the index, the more women-friendly the organization was judged to be [2]. 
4. Data Analysis and Hypotheses Test Results 
We used SPSS software 18.0 for the evaluation of our data. The internal consistency of the scales was 
determined by reliability analysis. The items’ and demographics’ direction was depicted by Frequency 
Analysis. The main and sub hypothesis were examined by one-way Anova in order to point out the 
relationship between demographic and independent variables. The directions of the relations between 
demographic and independent variables were identified by Scheffe Test. 
 
4.1. Frequency Analysis 
 
Before interpreting the frequency analysis results of the participants it is important to explain that the 
respondents’ answers indicate as 1, “My organization practices this policy” and shows those women’s 
perceptions in the banking industry about women-friendliness of their organizations as a general view. 
 
Table 1: Mean Results and Percentages of Groups:  
 
Work-Oriented Woman-Friendly HRM Mean 
Group 1: Formalize HRM (WO1, WO2) 0,7655 
Group 2: Anti-sex Discrimination Policies (WO3, WO4, WO5) 0,1299 
Group 3: Training and Development Opportunities (WO6, WO7, WO8, WO9) 0,2392 
Group 4: Positive Equal Opportunities Measures (WO10, WO11) 0,1508 
Family-Oriented Woman-Friendly HRM Mean 
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Group 5: Maternity and Paternity Benefits (FO1, FO2) 0,1808 
Group 6: Family- Friendliness (FO3, FO4, FO5) 0,152 
Group 7: Flextime work arrangements (FO6, FO7, FO8, FO9) 0,3091 
 
According to that explanation, the respondents perceive only Group 1 namely Formalize HRM is 
practiced in their organizations. That result can be conducted to the banking industry’s corporate 
structure. The job descriptions and specifications are written in details and readily available so that 
everyone working in a bank knows the specific limitations, responsibilities and duties of their jobs. That 
definitions and specifications helps the managing of the huge structure become easier. 
All the other groups’ namely Anti-sex discrimination policies, Training and Development 
Opportunities, Positive Equal Opportunities Measures, Maternity & Paternity Benefits, Family-
Friendliness and Flextime Work arrangements are perceived not to be practiced in the banking industry 
according to the respondents perception. They do not think that their organizations support them against 
sex discrimination, provide them women-only training programs or counsel them. They do not feel their 
organizations renders advice about how to combine family and work. All these negative perceptions may 
be due to the misunderstanding of their rights. Maybe in Turkey, particularly in banking industry, the 
women do not have a perception about the rights they should have for performing better while combining 
the work and life. 
As it is indicated in the table (1) above, most participants agree on that their organizations have 
Formalize HRM policies but for other dimensions all scores are below 50%. Because of that as a 
generally speaking from the findings, it may be said that in the examined dimensions according to the 
respondents’ perceptions, the banking sector in Turkey is neither woman-friendly, nor family friendly. 
 
4.2. Reliability Coefficients of the Woman-Friendliness Indices: 
 
The reliability coefficients of the WO and FO dimensions are 0,654 and 0,634. The cronbach’s alpha 
value is expected to be in a minimum value of 0,70. However according to some researchers such as 
Gliner& Morgan [20] and Eysenck et al. [21] it is acceptable to be above 0,60 in social sciences. 
Regarding the reliability scores, only reliable dimensions are considered and submitted.  Positive Equal 
Opportunities Measures is one of the sub-groups of WO WF HRM. That group’s reliability coefficient 
value is ,878 (croncbach’s alpha>,070). Other groups reliability value is lower than expected. So, these 
groups results are not submitted. These results are not surprising because the woman-friendliness indices 
for both work and family-oriented dimensions are a very new concept for Turkey. Nevertheless, the 
woman-friendliness indices may be unfamiliar to the respondents in banking industry in Turkey.  Some of 
the alpha reliability coefficients of the groups are found below the expected value. This can be due to the 
hesitation to the answering of the questions. The respondents may not prefer to indicate the truths about 
the practices of woman-friendliness or the woman-friendly practices may be not understood due to the 
lack of perception what a woman-friendly organization is. 
4.3. Anova Analysis of Woman-Friendliness Indices and Demographic Variables: 
 
One-way Anova analysis was conducted to identify if there is any significant difference with regard to 
age, number of elderly dependants, number of children, tenure with the organization, educational and 
managerial level for woman-friendliness indices. Post hoc Tests for Multiple Comparison of groups with 
Scheffe revealed some significant differences between groups in perceiving WO and FO dimensions of 
the WF HRM. In the following reliable and significant results are given, the study doesn’t contain non-
significant findings.  
Tenure with the Organization and FO Woman-Friendly HRM: As seen from significance values in the 
table, F= 4,877, p= ,003 (< .05), that there is a significant difference between tenure with the organization 
and the respondents’ perception of FO WF HRM. It can be said that tenure with the organization is 
significantly effective on FO WF HRM. 
Tenure with the organization was defined in four dimensions in the analysis. Rank 1 refers to less than 
a year, rank 2 between 1-2 years and rank 3 represented who work 3- 5 years. Tenure rank 4 represents 
the respondents that have worked for the current organization for between 6-10 years. Tenure rank 4, 
compared to other tenure ranks, was significantly effective on FO WF HRM. That means the respondents 
who work for the organization between 6 to 10 years perception of the FO WF HRM is significantly 
different than those who work for less than 2 years. According to Sheffe mean difference scores; 
participants the more worked in the company, the less agree on the company’s being family-oriented. 
(According to Scheffe Test Tenure rank 4 due to 1: mean dif. -,12372, due to 2: mean dif. -,11887 
significant at the 0.05 level). As a result, sub-hypotheses H1m is refused and hypothesis H1n is accepted. 
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H1m: There is a significant relationship between tenure with the organization and respondents’ 
perception of WO WF HRM about their organization. 
H1n: There is a significant relationship between tenure with the organization and the respondents’ 
perception of FO WF HRM about their organization. 
 
Table 2: Tenure with the Organization and FO Woman-Friendly HRM 
 
 Sum of Squares df Mean Square F Sig. 
Between Groups ,526 3 ,175 4,877 ,003 
Within Groups 8,490 236 ,036   
Total 9,016 239    
 
Managerial Level and WO Woman-Friendly HRM: As seen from significance values in the table, F= 
3,408, p= ,018 (< .05), that there is a significant difference between managerial level and the respondents’ 
perception of WO WF HRM. It can be said that managerial level is significantly effective on the 
perception of WO WF HRM. 
Managerial level was defined in four dimensions in the analysis. The non-managerial level is defined 
as “0”. Rank 1 refers to “first-line management”, rank 2 middle management and rank 3 represents upper 
management level. Managerial level rank 3, compared to other managerial ranks, was significantly 
effective on WO WF HRM. That means the respondents who are in the upper management level perceive 
WO WF HRM positively different than those who are in the non-managerial, first-line or middle 
management levels.  (According to Scheffe Test Managerial Level rank 3 due to 0: mean dif. ,24022, due 
to 1: mean dif. ,26228, due to 2: ,25455 significant at the 0.05 level). As a result, our sub-hypotheses, H1l 
is refused and H1k is accepted. 
H1k: There is a significant relationship between managerial level and respondents’ perception of WO 
WF HRM about their organization. 
H1l: There is a significant relationship between managerial level and the respondents’ perception of 
FO WF HRM about their organization. 
 
Table 3: Managerial Level and WO Woman-Friendly HRM 
 
 Sum of Squares df Mean Square F Sig. 
Between Groups ,316 3 ,105 3,408 ,018 
Within Groups 7,259 235 ,031   
Total 7,575 238    
 
Finally, there was no significant difference between other demographic variables such as age, marital 
status and educational level, and WO & FO WF HRM. It was surprising that the respondents do not vary 
in the perceptions of WO & FO WF HRM in terms of age, marital status and the number of children they 
have. According to these results, all other hypothesis between demographic variables and the perception 
of Woman-Friendly HRM are refused. 
In the light of the statistical findings about the associations among the variables, a final model is 
developed. In the figure below, the detailed supported and unsupported relationships among the 
dimensions can be seen in Figure 2. 
 
Figure 2. Final model 
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Conclusion 
 
The main aim of this study is to find out if there is a meaningful relationship between demographics of 
the working women employees and their perceptions of work and family- oriented woman friendly 
organizational dimensions about their organizations. Because very few researches have examined how 
female employees of different marital and parental statuses might perceive women-friendly HRM 
differently. Usually, the researches on women about advancing them, assumes all the women are the same 
in their needs and needs of organizational support. 
According to analysis results that are done on the basis of this aim, it has been found that there is a 
significant relationship between tenure with the organization and the perception of family-oriented 
women friendly policies. According to that result, interestingly, as the women work more years in their 
organizations, they perceive their organizations less family-friendly. Another result is that founded there 
is a significant relationship between managerial level and work-oriented women friendly policies. As the 
women climbs upper in the organizational ladder, they perceive their organization more woman-friendly 
in work-oriented policies. Especially, as in the study of Mckeen and Burke [17], it was expected to find a 
significant relationship between marital status, number of children, age and the perception of different 
categories of Women Friendly policies. Surprisingly, significant relationships between marital status, 
number of children, age and work or family oriented Women Friendly policies were not found. 
To sum up, interpreting the results, it may be said that the banking industry in Turkey is not woman-
friendly yet. Moreover, the women in banking industry may not be aware of what are woman-friendly 
organizational policies and the benefits to them. It may be said that for banking industry in Turkey, being 
woman-friendly is not an expected and apprehensible status. In Turkey’s terms of high rates of 
unemployment, women may only think about not losing their jobs no matter what the working conditions 
are. In addition to this, women may hesitate to answer to questions in the questionnaire due to fear of 
inspection, underlying the same reason above.  
Finally, the main hypothesis of this study is accepted and significant relationships are founded between 
some demographic variables and woman-friendliness indices. But it is suggested that this study should be 
done again when awareness of woman-friendliness is settled in Turkey for both the employees and 
employers. Then, more reasonable, aware and conscious results may be found. And, it should be ensured 
that the respondents feel themselves free to answer the questions without hesitating. The women should 
be aware of the woman-friendliness of their organizations to better advance themselves, juggle the work-
family and have a good quality of work life. And the organizations should be aware and consider about 
employees’ demographic characteristics while implementing the woman-friendly HRM policies in the 
future. So, they may be able to handle the skill shortages, decrease the turn over and offer equal and fair 
opportunities to all employees while becoming a woman-friendly organization.  
Lastly the main and most important limitation of this study is that all scales are based on perception 
because of the origin of the constructs; that is an objective picture of the state couldn’t be drawn. “The 
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Woman Friendly Organization” study was limited by the reached sources. The results were limited by the 
answers and perceptions of the respondents in May 2011. The sample was limited by 261 women who 
work for 9 different private banks operating in Turkey, in 80 different branches. The reason for choosing 
banking industry is that its organizational structure is corporate. So that it was assumed that banking 
industry may have embraced woman-friendly policies and practices. 
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